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ABSTRACT 
 

Aims: The purpose of this study is to examine the impact of servant Leadership on psychological 
empowerment, organizational commitment, organizational citizenship behavior, job satisfaction, and 
leader effectiveness with organizational culture as moderation of third-echelon officials in the Mimika 
District Government of Papua Province, Indonesia. 
Study Design: The study design of this research is a hypothesis-testing with non-probability 
sampling. 
Place and Duration of Study: 120 respondents from November 2021 to January 2022.  
Methodology: Partial Least Square with Structural Equation Modeling. 
Results: The results of this study are Servant Leadership has a positive and significant effect on 
four job-related outcomes, namely psychological empowerment; organizational commitment; 
organizational citizenship behavior, and job satisfaction. Meanwhile, corporate culture only 
significantly modifies the relationship between Servant Leadership, organizational citizenship 
behavior, and job satisfaction. 
Conclusion: The practical implications of the research are that the most robust dimensions of 
servant leadership are listening, persuasion, visionary and capable. For organizational culture, the 
dimensions of Uncertainty avoidance, especially those related to complex monitoring systems, need 
to be simplified. And for the psychological empowerment variable, third echelon officials expect self-
determination to choose to initiate and manage actions as leaders. 
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1. INTRODUCTION  
 
Servant leadership prioritizes the needs, 
interests, and aspirations of the people they lead 
above themselves [1]. At this level, echelon III 
officials are usually those who directly deal with 
customers and stakeholders and must be able to 
provide excellent service to ensure customer 
satisfaction [2].  
 
The idealism of servant leadership is that the 
servant leader has high morality and suppresses 
his ego by prioritizing the needs and interests of 
his followers or subordinates [2-4]. Various 
leadership measurements have been a concern 
of researchers [4], generally multidimensional [5].  
 
The multi-dimensional side of servant leadership 
aims to motivate employees to improve their 
work performance [6-8]. Increase employee job 
involvement [9], trust in leaders [10], service 
performance and organizational citizenship 
behavior [4], and service climate [11].  
 
Servant leadership theoretically received 
considerable attention from experts but was 
limited in terms of narrative review [5] and limited 
retrospective analysis [12]. A meta-analytic study 
by [13] succeeded in comparing three forms of 
leadership. One of the recommendations is that 
more research is conducted to conduct meta-
analysis and empirical research on servant 
leadership to gain a more substantial theoretical 
basis. It is necessary to consider social 
exchange theory [2] in empirical studies related 
to servant leadership in various organizational 
forms. 
 
Researchers have paid increasing attention to 
discussing how servant leaders motivate 
employees to improve their work attitudes and 
performance [6-8]. Empirical research on servant 
leadership has mainly focused on employee job 
engagement [9], trust in leaders [14], service 
performance and organizational citizenship 
behavior [4,12], service climate [6], group service 
performance, and group OCB [15]. Moreover, 
although most of the research on Servant 
Leaders is based in Western Contexts [5], more 
research is interested in Asia [7,16]. The cultural 
impact of servant leadership and have indicated 
that servant leadership can be implemented 
differently in collectivistic and power distance 
cultural contexts [17]. Therefore, scholars have 

called for more research to verify the cultural 
features in studies of servant leadership [18]. 
 
Finally, this study introduces a cultural 
perspective to interpret the effectiveness of 
servant leadership in public organizations. Most 
of the previous empirical research has focused 
on examining servant leadership as it impacts 
the performance outcomes of employees or 
groups of employees in general. Of course, 
without ignoring cultural values, especially public 
organizations which are very different from other 
service industries that have a profit orientation 
[19]. 
 
Servant leadership positively influences job 
satisfaction, but it is not significant with employee 
performance related to OCB [20]. But for, 
employee motivation has a moderating function 
on servant leadership and job outcomes. 
Especially for employees with a strong 
impression of management, job satisfaction is 
low. So, they state that servant leadership is not 
always beneficial for all subordinates. 
 
The need to improve organizational capabilities 
can be done with organizational citizenship 
behavior [21]. Job satisfaction and organizational 
commitment are essential parts of influencing 
OCB. Their study shows direct and indirect 
effects between job satisfaction and OCB, but 
organizational commitment also has a mediating 
function. Organizational commitment contributes 
as a mediator between job satisfaction and OCB. 
They conducted an in-depth study of servant 
leadership using a meta-analysis, which was still 
limited to the relationship between servant 
leadership and outcomes in the service industry 
context [22].  
 
After identifying the ideal leadership 
characteristics as described above, the 
researcher felt compelled to explore and explore 
leadership practices in the Papua district 
because Presidential Instruction (Inpres) No. 9 of 
2020 concerning the Acceleration of Welfare 
Development in Papua and West Papua became 
the foundation of the government's commitment 
to resolving the root cause of the problem. The 
Papuan people experience them. “A 
comprehensive strategy for Papua has been 
carried out from various perspectives since the 
era of special autonomy in 2001, both adopted 
by the central government and regional 
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governments. Some steps in the grand design 
have been made for Papua and West Papua. 
Significant changes are reflected in the decrease 
in the percentage of the poor, from 54.75 percent 
in March 1999 to 26.55 percent in September 
2019. 
 
This research on servant leaders is certainly not 
the only one that has ever been done. Novelty in 
this research argues that the same leadership 
practice in other places may have similarities 
with what the Papuan Regency Government 
practices. The added value of this research is 
that the servant leadership model is run by the 
regional head and the head of the Papua 
Regency office. Thus, the study based on 
Mimika's local wisdom can be a model or guide 
for the practice of leaders serving in other 
districts/cities in Papua. Papua must stand on 
par with other regions in Indonesia regarding 
leadership qualities to influence people to have a 
quality way of life and living. 
 

1.1 Hypothesis Development 
 
Servant leadership has been empirically tested 
for its relationship with work motivation and 
organizational engagement [19,20,23], which 
essentially looks at its impact on employee work 
attitudes. Therefore, in social exchange, this 
method can motivate employees, increasing 
service leadership's effectiveness. Therefore, 
employees will understand that the interpersonal 
relationships built by their leaders will help the 
needs, desires, and future of employees [15,24]. 
Employees will view their leaders as helpful 
(support) in their careers and foster high 
motivation when this is fulfilled. So servant 
leadership positively affects employee 
empowerment [3].  
 
Hypothesis 1: Servant leaders have a positive 
effect on the level of individual psychological 
empowerment 
 
Servant leadership can be efficient in 
organizational functions because it can maintain 
high employee trust. Servant leadership shows 
genuine consideration for employees, which 
increases employee engagement and 
cohesiveness in organizational processes [17]. 
Servant leadership also promotes organizational 
values and norms, increasing employee 
commitment to the organization [12]. This 
commitment is inseparable from the positive 
image of the organization in the eyes of 
employees. Thus, servant leadership can raise 

employees' collective awareness of work 
commitment. Therefore, it forms a high social 
identification with the organization [2]. 
 

Hypothesis 2: Servant leaders have a positive 
effect on organizational commitment 
 

Servant leadership creates a social context that 
supports employees with prosocial behavior in a 
conducive work environment, such as 
interpersonally and organizationally directed 
OCB [25]. Servant leadership encourages 
employees to express diverse ideas and adopt 
innovative ways of carrying out their duties [4]. 
Servant leadership encourages employees to 
develop a strong attitude in identifying 
relationships with leaders and provides a strong 
sense of security so that employees are more 
willing to take risks and adopt new ideas and 
strive to make them happen [26]. 
 

Hypothesis 3: Servant leaders have a positive 
effect on OCB 
 

The initial model of servant leadership was to 
feature leaders who gave genuine concern and 
support to employees [4]. That is, when the 
serving leader is sensitive to employee needs, 
effectively provides tangible assets, and helps 
improve employee well-being. Previous research 
has considered that perceived organizational 
support as an organization that cares about 
employee welfare [27] will result in employees 
who feel supported at work and are satisfied with 
their current job. This is an essential matter 
concerning employee welfare [16]. Servant 
leadership prioritizes the needs and satisfaction 
of its subordinates as long as it is by 
organizational policies and procedures [4]. 
Employees who feel supported will be more 
satisfied with their work. 
 

Hypothesis 4: Servant leadership has a 
positive effect on job satisfaction 
 

As mentioned earlier, servant leadership 
effectively generates high-quality exchanges 
between a leader and employees in the 
workplace. According to [28], social exchange 
theory is a fundamental relationship-based 
approach to understanding the relational 
dynamics between servant leaders and 
employees. One distinct feature of servant 
leadership in organizations is that leaders appear 
friendly and approachable when interacting with 
employees [7].  
 
Hypothesis 5: Servant leaders are positively 
related to leadership effectiveness 
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Servant leadership integrates participatory 
management, team solidity, totality, and service 
orientation [29]. Servant leadership is built on 
ethical, moral, and empowering values and 
focuses on the importance of respect. The 
empowerment process aims to develop a pro-
active and self-confident attitude and give a 
sense of personal power [12]. This sense of 
control is practically transmitted to followers by 
Servant leadership. Servant leadership behavior 
does not increase members' individual 
competence and skill level but rather strengthens 
their perceptions due to their subjective 
evaluation of the organizational environment [30], 
including the intrinsic motives of employee 
experience [30].  
 

Several studies have discussed empowerment 
as one of the most critical dimensions of Servant 
leadership [31]. Although the existence of various 
studies directly shows the effect of Servant 
leadership on the psychological environment 
[27,32–34], also several studies examine the 
mediating role psychological environment in 
terms of the effect of Servant leadership on 
organizations [12,35]. The followers' perceptions 
of being empowered were positively related to 
Servant leadership behavior [32,27] found that 
underestimation was the most vital determinant 
in the context of the servant leader effect on the 
psychological environment. Also found that SL 
empowerment creates additional differences in 
the psychological climate and is the most critical 
dimension in OC [12].  
 

Along with limited studies that directly discuss 
the effects of Servant leadership on 
Organizational culture, several studies discuss 
the mediating or moderating role of 
Organizational culture between the relationship 
with Servant leadership and some organizational 
behaviors such as employee behavior [36]. In 
addition, the association of certain variables that 
are influenced by Servant leadership (job 
commitment and additional roles) with 
organizational culture is also discussed in the 
literature [37]. 
 

Hypothesis 6: Organizational culture 
moderates servant leadership in the 
psychological environment 
 

The behavior of task-oriented, relationship-
oriented, and change-oriented leaders has a 
positive influence on organizational commitment 
and obtained the formula that employees are 
interested in responding to relationships and 
leaders who have a transformation orientation 

[38]. Leadership has been considered very 
important in many fields and organizations when 
it comes to organizational commitment [39]. 
Leadership style serves as an influence on 
organizational commitment. Leaders are role 
models for employees; when employees see 
leaders in informal conditions and can see the 
leader's good intentions, this will influence 
employees to be more oriented towards the 
common good [40].  
 
Hypothesis 7: Organizational culture 
moderates servant leadership on 
organizational commitment 
 
Task-oriented, relationship-oriented, and change-
oriented leaders positively influence 
organizational citizenship behavior [38]. Leaders 
are role models for employees; when employees 
see leaders in informal conditions and see the 
leader's good intentions, this will influence 
employees to be more oriented towards the 
common good [40]. Servant leadership has a 
positive relationship with organizational 
citizenship behavior [35].  
 
Hypothesis 8: Organizational culture 
moderates servant leadership on 
organizational citizenship behavior 
 

Servant leadership is related to job satisfaction 
mediated by Leader-Member Exchange [34]. 
Furthermore, [41] stated that servant leadership 
has a relationship with job satisfaction. Then 
servant leadership has a positive and significant 
relationship with employee loyalty [42]. State that 
there is a positive effect of compensation, 
empowerment, and job satisfaction on employee 
loyalty and a positive influence on balance and 
empowerment [43]. Then according to [44], job 
satisfaction significantly impacts dedication and 
commitment, and servant leadership affects job 
satisfaction. 
 

Hypothesis 9: Organizational culture 
moderates servant leadership on job 
satisfaction 
 

An innovative work attitude is recognized as part 
of effective leadership. Creative work attitudes 
also result in new knowledge, skills, and 
technologies [45]. Argues to get innovation, an 
employee must be able to have various skills and 
understand creative innovation. Servant 
leadership will motivate employees to do self-
development, desire to develop cognitive 
abilities, and have more creative ideas. This is in 
line with several previous research findings that 
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servant leadership is related to leader 
effectiveness [46-48]. In research on servant 
leadership, the results show that it can motivate 
subordinates and increase leader effectiveness 
[49]. 
 
Hypothesis 10: Organizational culture 
moderates servant leadership on leader 
effectiveness 
 

2. METHODS  
 

Data collection in this study was carried out by 
distributing questionnaires to third echelon 
officials in Mimika district, Papua province, with 
the results of 120 questionnaires that were 
feasible to be processed. The data collection 
period is from November 2021 to January 2022 
from various offices, agencies, and sections of 
the Mimika district government. 
 
The results of the instrument test are 19 
indicators of the Servant leadership variable, 
eight hands of the organizational culture variable, 
eight indicators of the psychological 
empowerment variable, six indicators of the 
corporate commitment variable, ten indicators of 
the managerial citizenship behavior variable, ten 
hands of the job satisfaction variable which has a 
correlation coefficient value. With a probability 
value less than 0.05, it can be stated that all 
indicators of these variables meet the criteria as 
valid research instruments. 
 

Table 1 shows that all variables indicate that 
Cronbach's Alpha is more significant than 0.6, so 
it is stated as reliable.  
 

Based on the value of outer loading shows, SL10 
serves SL14 careful planning OC2 complex OC3 
show off PE2 work requirements PE7 work 
strategy PE7 work strategy has a value of more 
than 0.6 valid. 
 

Based on Table 2 showed all of the variables are 
reliable, with a Cronbach alpha of more than 0.6. 

3. RESULTS AND DISCUSSION 
 
3.1 Results 
 
Sampling was done using a non-probability 
sample. The characteristics of 120 respondents, 
in summary, from the majority's perspective, are 
men, with a total of 18 people (56.7%). Of the 
most ages, 56 people, or 46.7%, are 41-50 years 
old. The most education is S1 or equivalent, as 
many as 73 people or 60.8%, while the length of 
work is between 12 to 20 years, as many as 54 
people or 45%. For services, the number is 
relatively well distributed between 4 to 6 echelon 
officials from the service up to the body. Finally, 
the number of subordinates led by third echelon 
officials is more than 21 (78.3%).  
 

3.2 Discussion 
 
The first hypothesis showed that servant leaders 
have a positive effect on the level of individual 
psychological empowerment. This result 
supported by [3,9,15,20,23,24,27,50].   
 
The second hypothesis showed that servant 
leadership has a positive effect on organizational 
commitment. The characteristic of leaders must 
be able to listen to others to increase 
organizational commitment [2,3,17].  
 
The third hypothesis showed that servant leaders 
have a positive effect on OCB. The higher 
servant leadership will increase the OCB. 
Leaders must listen to others. Servant leaders try 
to convince others rather than forcing 
compliance, and leaders carefully plan 
anticipatory organizational steps in the future 
[4,25,26]. 
 
The fourth hypothesis showed that servant 
leadership positively affects job satisfaction. The 
servant leader tries to convince others rather 
than forcing obedience. So, it will increase job 
satisfaction [16,51].  

 
Table 1. Reliability test 

 

Variable  Number of Items Cronbach's Alpha Result  

Servant Leadership 10 .758 Reliable  
Leadershiponal culture 8 .603 Reliable 
Psychological empowerment 8 .686 Reliable 
Organizational commitment 6 .584 Reliable 
Organizational citizenship behavior 10 .660 Reliable 
Job satisfaction 10 .750 Reliable 
Leadership effectiveness 10 .758 Reliable 
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Table 2. Quality criteria 
 

Variable AVE Composite 
Reliability 

R-Square Cronbach Alpha 

Psychological Empowerment 
OC 0.782 0.877 0.296 0.732 
PE 0.563 0.794 0.616 
SL 0.849 0.919 0.825 
SL*OC 0.649 0.880 0.823 
Organizational Commitment 
OC 0.623 0.768 0.398 0.695 
OCM  0.689 0.867 0.766 
SL 1.000 1.000 1.000 
SL*OC 0.416 0.192 0.656 
Organizational Citizenship Behavior 
OC 0.591 0.812 0.435 0.668 
OCB 0.620 0.830 0.695 
SL 0.646 0.842 0.716 
SL*OC 0.576 0.924 0.910 
Job Satisfaction 
JS 0.622 0.868 0.321 0.798 
OC 1.000 1.000 1.000 
SL 0.665 0.772 0.675 
SL*OC 0.542 0.815 0.712 
 
LE 0.652 0.827 0.314 0.721 
OC 0.637 0.686 0.660 
SL 1.000 1.000 1.000 
SL*OC 0.608 0.671 0.628 

 
Table 3. Path coefficients (Mean, STDEV, T-Values) 

 

Hypothesis Original 
Sample 

T-
Statistics 

Decision 

H1: Servant leaders have a positive effect on the level of 
individual psychological empowerment 

0.239 3.126 Supported 

H2: Servant leaders have a positive effect on organizational 
commitment 

0.221 2.437 Supported 

H3: Servant leaders have a positive effect on OCB 0.192 2.356 Supported 
H4: Servant leadership has a positive effect on job 
satisfaction 

0.357 3.211 Supported 

H5: Servant leaders are positively related to leadership 
effectiveness. 

0.017 0.170 Not 
Supported 

H6: Organizational culture moderates servant leadership in 
the psychological environment 

-0.021 0.131 Not 
Supported 

H7: Organizational culture moderates servant leadership on 
organizational commitment 

0.019 0.190 Not 
Supported 

H8: Organizational culture moderates servant leadership on 
organizational citizenship behavior 

0.148 2.891 Supported 

H9: Organizational culture moderates servant leadership on 
job satisfaction 

0.229 2.084 Supported 

H10: Organizational culture moderates servant leadership 
on leader effectiveness 

-0.198 1.243 Not 
Supported 
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The fifth hypothesis showed that servant 
leadership does not affect leadership 
effectiveness. The leader must be able to listen 
to others with complete sincerity and will not be 
able to support leadership effectiveness. 
 
The sixth hypothesis showed that organizational 
culture doesn’t moderate servant leadership in 
the psychological environment. Organizational 
culture is only a predictor of moderation. The 
organization has a complex monitoring system 
that is carried out carefully, and the dominant 
values of the organization are to show off, 
perform, achieve, and make money; it will not 
moderate the influence of servant leadership on 
Psychological Empowerment. 
 
The seven-hypothesis showed that 
organizational culture doesn’t moderate servant 
leadership on organizational commitment. 
Organizational culture is only a predictor of 
moderation.  
 
The eight-hypothesis showed that organizational 
culture moderates servant leadership on 
organizational citizenship behavior (OCB). 
Individual organizations prioritize group interests, 
managerial decision-making will be centralized, 
and supervision and corporate subordinates 
acting interdependently will increase the power of 
servant leadership on OCB.  
 
The nine-hypothesis showed organizational 
culture moderates servant leadership on job 
satisfaction—subjective moderation in careful 
planning, which will increase job satisfaction [12].   
 
Organizational culture moderation has no effect 
on servant leadership on OCB because 
corporate individuals are concerned with group 
interests and cannot moderate. Leaders must be 
able to listen to others with complete sincerity 
and will not be able to leadership effectiveness. 
 
The journey of implementing Otsus Papua for 
more than eight years has not shown the 
maximum results expected by all parties, giving 
the impression as if the central and provincial, 
and district/city governments and their entire 
staff, including the TNI and Polri apparatus, have 
not shown a solid commitment to consistently 
implement mandate of the Special Autonomy law 
in a practical, honest and comprehensive 
manner. Some central government policies are 
considered to deny the results of the 
compromise. Suppose the government and state 
administrators, including provinces and 

districts/cities, show their sincerity in 
implementing the mandate of the Special 
Autonomy Law. In that case, there will be a 
significant change toward progress and 
improvement of the quality of life of the Papuan 
people in various aspects of life towards 
achieving an atmosphere of shared life [52]. That 
is safe, peaceful, prosperous, and just as 
mandated by the State Constitution. RI will also 
significantly contribute to the integration of the 
nation and state, which is becoming increasingly 
prominent. 
 

4. CONCLUSION 
 
The results showed that servant leadership has a 
positive effect on the level of individual 
psychological empowerment, organizational 
commitment, OCB, and job satisfaction. 
Organizational culture moderates servant 
leadership on organizational citizenship behavior 
and job satisfaction. Meanwhile, servant 
leadership doesn’t affect leadership 
effectiveness; organizational culture doesn’t 
moderate servant leadership in the psychological 
environment, organizational commitment, and 
leader effectiveness. For further research, 
variables such as planning, rewards, gratitude, 
and career path need to be considered in testing 
organizational performance.  
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